































A DISSERTATION SUBMITTED IN PARTIAL FULFILMENT OF THE REQUIREMENTS FOR THE DEGREE OF MASTER OF HUMAN RESOURCE MANAGEMENT OF THE OPEN UNIVERSITY OF TANZANIA
2018
CERTIFICATION

























































This study is dedicated first and foremost to my parents Phares Buyombo and Pelina Phares plus my beloved grandmother Elizabeth Felix, your blessings to me remain in
calculatedly.


















Nothing purchased can come close to the renewed sense of gratitude for having family and friends; therefore, I wish to acknowledge the contribution of the following people for the successful completion of this research dissertation. My first appreciation goes to the Almighty God who has been the brain behind undertaking this dissertation for His unending showers of blessing, protection, provision and care upon my soul since the beginning of my life at this present moment. Secondly, I sincerely acknowledge my able supervisor Dr. Janeth Isanzu whose professional guidance helped me to bring this research work to laudable conclusion. My profound gratitude also goes to my instructor of Research Methodology, Dr. Hawa Uiso who has been the major backbone behind my academic success in terms of tutoring and advice in the process of preparing this study. 

Thirdly, I also recognize the understanding and support of head of my department Mr. Martine Nkwabi (DSEO- BUNDA DC) and the staff of Muranda Secondary School for their understanding during the period of preparing my dissertation, may the Lord bless you and your family. I appreciate the effort of my fellow students John Muhagama and Mugisha Galibona who contributed greatly towards the success of this dissertation report, may the Lord uphold you and bless you. I also thank my young brother Rweyemamu Phares and my lovely mother Pelina Phares, I love you.









































1.1  	Background to the Study	1
1.2 		Statement of the Research Problem	4
1.3 	Research Objectives	6
1.3.1 	General Research Objectives	6
1.3.2 	Specific Objectives	6
1.4 	Research Questions	6
1.4.1 	General Research Question	7
1.4.2 	Specific Research Question	7
1.5 	Significance of the Study	7
1.6 	Scope of the Study	8





2.3 	Theoretical Literature Review	11
2.3.1 	Teacher Training and Students’ Academic Performance	11
2.3.2 	Facilitation Theory	11
2.3.3 	Human Capital Theory	12















3.3 	Sampling Design and Procedure	24
3.3.1 	Sample of the Study	24
3.3.2 	Sampling Procedure	25
3.4 	Variable and Measurement Procedures	26
3.5 	Methods of Data Collection	27
3.5.1 	Primary Data Collection	27
3.5.2 	Secondary Data Collection	27
3.6 	Data Collection Instruments	27
3.6.1 	Questionnaire	28
3.6.1 	Interview Guide	28
3.7 	Validity and Reliability	28
3.7.1 	Validity of data	28







4.0 DATA PRESENTATION, ANALYSIS AND DISCUSSION	32
4.1 	Overview	32
4.2 		Respondents Personal Information	32
4.2.1 	Gender of Respondents	32
4.2.2 	Age of the Respondents	33
4.2.3 	Highest Education Qualification of the Respondents	34
4.2.4 	Duration of Teaching of Respondents	34
4.3 	Types of Human Resource Training Provided to Teachers	35
4.3.1 	Respondents’ Awareness of the Human Resources Training	35
4.3.2 	Respondents Participation in Human Resources Training	36
4.3.3 	Types of in- Service Trainings that Respondents Participated	37
4.3.4 	Teachers Need for Further Training	38
4.4 	Effect of Human Resource Training to Academic Performance	40
4.4.1 	Effect of Human Resources Training on Teachers’ Effectiveness	40
4.4.2 	Relationship between Human Resources Training to Academic            Performance	41
4.5 	Challenges Facing Teachers in Receiving Human Resources Training	42
4.5.1  	Lack of Financial Support	43
4.5.2	Lack of Information on Inset Courses and Programs	44
4.5.3 	Lack of Time due to Personal Commitment	44
4.5.4 	Poor Organization of the Training Programs	45
4.5.5 	Lack of Qualified Trainer Person	45
CHAPTER FIVE	46
5.0 CONCLUSIONS AND RECOMMENDAT	46
5.1  	Introduction	46
5.2 	Summary of the Findings	46
5.2.1 	Findings on the Types of Human Resource Training Provided to                     Teachers	46
5.2.2 Findings on the Effects of Human Resources Training to Academic Performance	46
5.2.3 	Findings on the Challenges Facing Teachers in Receiving Human                Resources Training	47
5.3 	Conclusion	47
5.4 	Recommendations	48















 TOC \h \z \c "Table" Table 1.1: Percentage mean-scores of CSEE Performance in Public and Private Primary Schools in Bunda District (2012-2016)	4
 TOC \h \z \c "Table 3"  HYPERLINK \l "_Toc502076431" Table 3.1: Respondent Sample Compositions	24
Table 3.2: Variable and measurement procedure	26 TOC \h \z \c "Table 4." 
Table 4.1: Gender of the Respondents	33
Table 4 2: Age of the Respondents	33
Table 4.3: Highest Education Qualification of Respondents	34
Table 4.4: Duration of Teaching of Respondents	35
Table 4.5: Awareness of the Human Resources Training	36
Table 4.6: Frequency that Respondent Participate in the Human Resource               Training	36
Table 4.7: Times that Respondent Participation in Human Resource Training	37
Table 4.8: Types of In-Service Training Respondents Participated (N=80)	38
Table 4.9: Needs for Teachers to be further Trained	39
Table 4.10: Training Programs Most Teachers Wanting	39
Table 4.11: Effect of Human Resources Training on Teachers’ Effectiveness as Reflected in Academic Performance	40
Table 4.12: Relationship between Human Resource Training and Academic Performance	42





























BEST	Basic Education Statistics in Tanzania
CSEE	Certificate of Secondary Education
DSEO	District Secondary Education Officer
GoK	Government of Kenya
SPSS	Statistical Package for Social Sciences
URT	United Republic of Tanzania




This chapter serves as an introductory part of the study. It provides the background information, statement of the problem, the purpose of the study, specific objectives, and their respective research questions and significance of the study.

1.1  	Background to the Study
Education plays a very important role in the economic development of a country as it is aimed at supplying the economy with human capital that can convert effectively and efficiently other resources into output of high value. It is perceived as the corner stone of economic and social development and a principle means of providing for the welfare of individuals (Orodho, 2004). According to Okumbe (1999) schools as organizations, have two goals namely performance or outcome goals and organizational maintenance goals. Schools pursue performance goals by attempting to be top performers in national examinations. Organization maintenance goals are activities which sustain it and ensure its survival. These include high academic and discipline standards, good performance in co-curricular activities and public image.

In secondary schools set-ups, efficient and effective achievement of the two goals, (performance or outcome goals) which entails provision of quality education, which is determined by the quality of both its inputs and output (Okumbe, 1999). It hence calls for quality teaching and learning, a fact supported by Dornyei (2001) who stressed that the achievement of successful schooling largely depends on the quality of teaching force. At the center of quality teaching are teachers and students who are supposed to jointly achieve the goals, quality teaching, measured by teachers’ performance through students’ performance (Adair, 2009) in secondary schools is an output of many variables whereas one of them is the motivation of the teachers.

According to Alarm and Farid (2011), motivation in terms of development professional (training) of teachers is very important as it affects the students directly. This fact is supported by Marques (2010) in her conclusion that teachers training, satisfaction and performance are interdependent. Dornyei (2001) further states that teacher efficacy affects students directly as there is strong correlation between teacher efficacy and students’ performance hence a desired outcome by the students can occur with the help of the teacher. This means that low motivation in terms of development professional (Training) of teachers affect his performance which affects the students’ academic performance.

Several studies in Kenya, For example, Muya (1994), Karugu et al., (2003), Sayer (2011), Shiundu and Omulando (2012) observed that there exist many teacher instructional malpractices in Kenya as a result of inadequate or lack of training skills. Generally training involves the development of human resource skills leading to better performance (Government of Kenya, 2011). Effective training focuses on the knowledge, skills and attitudes required by the teachers so that all students can learn and perform at high levels (Clifford, 2006). Research has shown that there are several effects of teacher training. For instance Gamoran (2006) observed that teacher training led to better content delivery in classroom which consequently enhances student achievement. Dove (1998) observed that through training of the teachers, there is good use of the teaching and learning resources. This leads to proper understanding by the students who then perform well in examinations. Hossain et al., (2012) noted that teacher training has a positive influence on time management, evaluation methods and practices and feedback given on the ability of the students.

In addition, the Tanzanian government's commitment to education as an integral part of its social and economic development started shortly after independence. Before independence, educational access was very restricted. The Arusha Declaration was followed in 1967 by the policy document "Education for Self-Reliance," in which education was assigned a seminal role in the transformation of Tanzania to an African socialist society. Universal primary education (UPE) was emphasized in the Musoma Declaration of 1974 as a way of transforming rural society and agriculture, from which it was acknowledged the vast majority of the population, would derive their livelihood (World Bank, 2010)

Moreover, education in Tanzania is provided both by the public sector and the private sector. The general structure is 2 years of pre-primary education for ages 5–6 (year 1 and 2), 7 years of primary education for ages 7–13 (Standard I-VII), 4 years of secondary ordinary level education for ages 14–17 (Form 1-4), 2 years of secondary advanced level education for ages 18–19 (Form 5 and 6), and 3 or more years of university education (Basic Education Statistics in Tanzania, 2010). Nevertheless, Laddunuri, (2012) put forth that since independence the Ministry of Education and Vocational Training has been recruiting teachers directly from schools (short course program teachers) and giving them short training ready to overcome the catastrophe of a shortage of teachers in Tanzania secondary schools. As the result, those teachers who had not enough teaching knowledge were forced to attend in-service training and attain either Diploma in Education or Bachelor in Education to provide the required knowledge to the students.

As shown in the Table 1 below, the CSEE performance in public secondary schools in Bunda district for the past five years is very poor. There is a big contrast between public and private secondary school as indicated by their performance. The private schools have had far much better CSEE performance. Therefore is needed to establish the factors that affect the student’s academic performance in public secondary schools by focusing contribution of human resource training towards academic performance.







1.2 	Statement of the Research Problem
Despite education being one of the key pillars of economic development of any nation, most of the developing countries, Tanzania included, have limited financial and human capital investments in education. The Tanzania education sector is currently characterized by many challenges, including teachers fight for better terms of employment. This has an adverse effect on academic performance of the pupils, denying them better opportunities in future in the highly competitive job market. The low remuneration and lack of development training for teachers, has consequently denied them opportunities to advance their skills through staff development (training) (Too, 2005).

The implementation of free primary school followed by secondary education in year 2016 in Tanzania has had equal measures of benefits and challenges. One of the major challenges of free education is the high increase in teacher-pupil ratio which as a result has compromised the quality of education offered in public schools. After realizing that the quality of education offered in the public schools was deteriorating, some parents transferred their children to private schools where the quality remained high. The decline in the quality of education in Africa has been attributed to the human resource factors like high teacher-pupil ration, poor teachers‟ remuneration (staffing) and lack of staff development opportunities like teachers development professional among others (World Bank,2012). Thus, it is important to investigate the interplay between human resource factor interns of teachers development professional (Training) factors and academic performance in Tanzania.

The government emphasis on examination results, as an index of school efficiency, is an indication of the existing policy and philosophy gap in education. There is a need for paradigm shift in government planning and policy formulation to accommodate the human resources training to teachers that influence academic performance (Omari, 2006). Whereas the education officers in national and district level know about the benefits of staff development professional, they have made very little efforts to avail staff development opportunities to the teacher. Despite all the laid down strategies by the education stakeholders to ensure students perform well in CSEE examinations, many students still continue to perform dismally. The mean score for public secondary schools in Bunda District in 2016 for instance was 54.2 marks compared to that of private schools that was 98.7 marks (District secondary education office report, 2017) . This continued poor performance is therefore a likely indication that not all possible avenues of improvement have been explored. The relationship that exists between teachers development professional (training) and academic performance has not been established through an empirical study in Tanzania. Therefore this study intended to assess the contribution of human resources training to academic performance in public secondary school in Bunda District.

1.3 Research Objectives
1.3.1 General Research Objectives
The general objectives of this study were to assess the contributions of human resources training to academic performance in public secondary school.

1.3.2 Specific Objectives
i.	To examine types of human resource training provided to teachers in a study area
ii.	To determine the effects of human resource training on the academic performance 
iii.	To examine the challenges facing teachers in receiving human resources training

1.4 Research Questions
These are statements in questions formed based on the main and specific objectives; this study will be guided by the following questions.
1.4.1 General Research Question
The main question of this study is how human resources training contribute to academic perforce in public secondary school.

1.4.2 Specific Research Question
This study was answer the following three research questions
i.	What are the types of human resource training provided to teachers in a study area?
ii.	How human resources training influences academic performance in the study area?
iii.	What are the challenges facing teachers in receiving human resources training?

1.5 Significance of the Study
This study would contribute valuable information on the human resource training influencing academic performance in public secondary schools. The study would increase the body of knowledge on contribution of human resources training to academic performance and therefore it would be a useful point of reference for further studies to other scholars. The study may also be useful to the government ministries and other stakeholders dealing with the policy formulation by giving them insight on the effects of human resources training to teachers on academic performance in public secondary schools in Tanzania context. From the research recommendations, the government officials may also derive important suggestions to incorporate while formulating the policies on spearheading academic performance to public secondary schools.
1.6 Scope of the Study
The study was conducted in Bunda district, in eight (8) public secondary school, the study made assessment the contribution of human resources training to academic performance. The study specifically was focused on the followings objectives, to examine types of human resource training provided to teachers, determining the influence of human resource training on the academic performance and examining the challenges facing teachers in receiving human resources training.

1.7 Organization of the Study







This chapter covered the conceptual definitions, theoretical literature review, empirical studies from earlier studies concerning to contributions of human resource training towards academic performance., and on top of that, the chapter indicated the research gap existing between previous studies and the current that support the statement of the problem and conceptual framework.

2.2 Conceptual Definitions
2.2.1 School Academic Performance
Performance is the ability to do something that can be good or bad, high or low or average. Performance can be measured through internal or external examinations done by students (Hornby, 2000). The study used the word performance to refer to the scores, scored or performed by students after doing form four national examination for particular years. Komba et al., (2013) asserted that School Performance refers to the accomplishment of a given task that is measured against predetermined standards of accuracy, completeness, cost, and speed. In this study schools performance refers to the act of academic in which students deal with studies and how well they meet the standards set out by the responsible authorities responsible. The performance of secondary schools means the rate of schools‟ students passing grades in national examinations (Students overall examination scores).

2.2.2 Public Secondary School
Thapa, (2011) defined public schools as those which are owned managed and financed by the state. Public schools have a uniform curriculum district-wide, and sometimes even statewide. However, the public school may suffer from funding issues. In Tanzania context, the public secondary schools include government and community schools, both of which they receive full government funding for recurrent costs (some of which are defrayed through the collection of school fees and boarding fees).The only difference between them pertains to the funding of school construction costs: for government schools such costs are borne by the government while for community schools they are borne by local communities.

2.2.3 Training TC "2.2.1 Concept of Training" \f C \l "1" 
One most important area of the Human Resource Management function is training and development for the effective use of human resources. Training is the act of increasing the knowledge and skill of an individual for doing a particular job. In the present situation training is increasingly viewed as a means of not only fostering the growth of the individual employee but as an integrated part of organizational growth. Ngirwa (2009), define training as a learning process in which employees acquire knowledge, skills, experience and attitudes that they need in order to perform their job better for the achievements of their organizational goals. It is the bridge between job requirements and employee present specifications. This means that changing what employee knows how they work, or their attitudes towards their jobs and organization.

Armstrong, (2014), defined training as the planned and systematic modification of behavior through learning events, programs and instructions, which enable individuals to achieve the levels of knowledge, skill and competence needed to carry out their work effectively. It means that training helps the staff or trainee acquire new skills, technical knowledge and problem-solving ability, thereby increasing the performance of the staff. It also tries to improve skills and add to the existing level of knowledge so that the employee is better equipped to do his present job, or to mould him to be fit for a higher job involving higher responsibilities.

2.3 Theoretical Literature Review
2.3.1 Teacher Training and Students’ Academic Performance
It is assumed that a well trained teacher will deliver the subject content professionally and effectively. This should be a reality by all manners of fairness though studies show that apart from the acquired skills by these teachers, factors such as environmental, economic and socio-cultural, among others, also play a major part in determining the students’ performance in examinations (Jackson and Davis, 2000). For better grades to be attained in schools there is need for proper linkages amongst these factors (Paauwe, 2004). A trained teacher usually analyses these factors and in cooperates them in the teaching practices. That is the reason for emphasizing the emerging issues at the end of every topic in the secondary syllabus.

2.3.2 Facilitation Theory
The facilitation theory is mostly connected to Huitt (2001), who developed and shaped the theory. The basic premise of this theory is that learning will occur by the educator acting as a facilitator, that is by establishing an atmosphere in which learners feel comfortable to consider new ideas and not threatened by external factors. The theory argues that facilitative teachers are more able to listen to learners, especially to their feelings and are apt to accept feedback, both positive and negative and to use it as constructive insight into themselves and their behavior. On the other hand, learners are encouraged to take responsibility for their own learning, provide much of the inputs for the learning which occurs through their insights and experiences. In short, the entire process of professional activities empowers teachers to make appropriate pedagogical decisions which are the underlying principle of the facilitation theory.

This theory is relevant to the school-based in service training for public secondary school teachers since facilitators in this model are mentors. Mentors are teachers who are selected because of their experience and ability to guide their colleagues on some topics which are challenging. Also in school clusters, teachers are involved in discussion. Therefore, in school clusters mentoring involves making rapport closely with teachers so that they become able to reflect upon and improve their teaching practices, making them more learner-centered.  

2.3.3 Human Capital Theory  
This theory holds major assumptions that as one of important factors for a national economic growth in the modern economy. Therefore, there is evidence on the non monetary benefits of education. More educated individuals have better knowledge and better status, even after controlling for such variables as family income (Grossman, 1976; Kenkel, 1990). Evidence on the benefits of education is reinforced by a large literature on comparisons of international economic performance. A number of studies, notably including Romer and Weil (1992) conclude that growth in human capital is a centrally important contributor to economic growth. Mankiw et al., (1992) used the fraction of the working age population attending secondary school as a measure of human capital investment at any point in time. In this study, Human Capital theory was used to derive assumptions that; when human are well trained he or she will bring positive results and improve performance in his or her area respectively. A teacher who is involved in some in- service training has possibilities of improving student’s academic performance as well.

2.4 Empirical Literature Review
Several studies have compared teacher training programs and students’ academic achievement. According to Ngala (1997), other factors held constant, there exists a positive correlation between teacher training and student academic achievement in final examinations. In a separate study carried out by Ngala and Odebero (2010) in Rift Valley and Nyanza provinces on staff development programs as it relate to teacher effectiveness, it was discovered that teachers in high performing schools took more interest in staff training programs compared to their colleagues in the average and low performing schools. Atsenga (2002) in his study of the English language revealed that effective teaching methods have high influence on learning. Teacher training programs, which promote knowledge on choice and use of effective teaching methods, influence the teachers’ effectiveness thus high student academic achievement. Morgan (2010) revealed that training provide knowledge and skills to improve and encourages better performance and quality output.

Studies done in the US by Little and Harrison (1994) and Darling-Hammond (1998), both agreed that training had visible influence in student academic achievement. Wested et al., (2000) noted that training had a positive influence on the accountability and student results. Porter et al., (2000) also agreed that teacher training was a key factor in performing schools. In addition, Wenglinsky (2000), worked with special populations of students and discovered that there was a positive relationship between higher students test scores in Mathematics and Science and teacher training. Nyangarora (1996), concurred that mastery of content area facilitated effective teaching and therefore enhances student academic achievement. In a separate study carried out by Rivers and Sanders (1996) on influence of trained teachers on future student academic achievement, it was discovered that a trained teacher receiving students from untrained teacher can facilitate excellent academic gain for his/her students during the school year.

Ferguson (1991), suggested that teacher training may play an important role in student academic achievement. In the US, greater attention has been given to the role teacher training plays in student achievement (National Commission of Teaching and America’s Future, 1996; National Education Goals Panel, 1998). In order to improve student achievement, more than twenty five states have enacted legislation to improve teacher development (Darling-Hammond, 1997). Sanders and Rivers (1996) observed that teacher effectiveness is highly influenced by teacher training. By reviewing the above, the research study ascertained the truth about the same in Gem district. Teachers get involved in training which lets them try out new instructional approaches and get immediate feedback. 

In the District of Columbia teachers are granted five in-service days during the school year which takes place in August. When teachers participate in training, it can improve teacher quality (Hanushek et al., 1998). A national study of over 1,000 mathematics and science teachers found similar results. Therefore sustained and intensive training is more likely to have an influence on enhanced teacher knowledge and skills and consequently student achievement than short training activities (Porter, et al, 2001). Guskey and Clifford (2003) noted that the ultimate goal of teacher training is improving student outcomes. It is also worth noting that teachers who are well prepared and trained are more effective teachers in the classroom and therefore have the greatest influence on the student achievement (Killion and Shulman, 1999).

2.4.1 Type of Human Resources Training Provided to Teachers
Fazalur et al., (2011) conducted a study in Islabad Pakistan to assess “Relationship between Training of Teachers and Effectiveness Teaching” on their study mentioned the following types of human resources training that teachers can be provided:-

2.4.2.1 Pre-Service Training
It is the training provided before employment of teachers and is generally a pre requisite for it. It is aimed at professional growth of the teacher and is planned and provided in such a way that it leads to the development in him a positive attitude towards education and towards improving his own performance in terms of better student learning. The description of various training programs as presented in Pakistan National Education policy (1998-2010, p. 49) is given in table 1.Some other types of teacher training programs are also being conducted. These include diploma in education (10+3) model, B Ed elementary, while many universities are providing courses at M Phil and PhD level. Many institutions and universities are involved in providing these training to teachers. Pre-service training is an essential prerequisite for teaching in primary, middle, and secondary schools of the country.
2.4.2.2 In -Service Training 
Habibu (2015) in his study asserted that the aim of in-service teacher training is to improve the quality of teaching among teachers, as well as acclimatizing new teachers so that they can carry out effective teaching and learning. Without this training, teachers will be outdated, are unlikely to cope well with changes and lose their ability to work effectively and efficiently. Most of the time, in-service training is offered through short courses, seminars, workshops, meetings and other special training. The training is offered by the government and other education stakeholders within or outside the country.

Ngala et al., (2010) in their study revealed that the most popular staff development programmes are taking higher education and training, in-service courses and participating in workshops, seminars and conferences among others. During such programmes, teachers learn school management skills, evaluation techniques, academic achievement correlates and master wider content areas of their subjects. Teachers in the high performing schools were found to take more interest in staff development programmes compared to their colleagues in the average performing schools.

According to Nakpodia (2010), the result of the findings revealed that human resources undergo different forms of in service training. The result also revealed that there is a significance difference between the performances of human resources in relation to students’ academic performance. It was therefore concluded that school personnel should undergo training and attend regular workshops and seminars. 
2.4.3 Problems Facing Training and Development
Omoro (2013) identified lack of funds as one factor that limits teacher participation in teachers development programs. Many schools do not set aside enough funds to cater for the teachers‟ participation in staff development programs. Lack of funds can also bar teachers from undertaking private further studies and training to improve their skills and professional growth.

Studies by Swilla (2011) on Gender inequalities in the teaching staff of boys and Girls in Tanzania showed that some teachers dismiss staff development programs as being of no benefit. He recommended that before introducing any staff development programme in schools, a study on the staff development needs has to be carried out first Fredriksson (2015) on his study of Quality Education: The Key Role of Teachers. Found the following challenges facing teachers on training and development:
i.	Lack of diversification of professional development forms: the federal ministry of education focuses much on short courses and workshops, which are usually theoretic, fragmented and do not provide practical solution for problems facing teachers in classroom.
ii.	Low motivation of teachers is one of serious challenges facing teacher professional development, and the success of the whole profession, is teachers’ high motivation. Teachers seem to be unsatisfied with the idea of taking their holidays on which they relax and get rid of pressures of the hard work for the whole year.
iii.	Moreover, the teaching profession is presently not so convincing enough to attract talented young people, because of the low salaries paid to teachers; as a result most of those who join teaching profession are lower achievers; they failed to get good marks at high school, which enable them to join other faculties like medicine or engineering, which require high marks, so they are already lack of high motivation
iv.	Another challenge is to do with the location of in-service training centers. Nearly all teachers’ in-services training centers are positioned in the urban areas. This makes the majority of teachers dwelling in rural areas find difficult to attend the training as a result they constantly become less updated with new concepts, innovations and paradigms currently used in education cycle to improve education quality 

2.5 Research Gap
From the reviewed literature, there is evidence staff training and development has been identified by various scholars to be very crucial to an organization. Organizations are therefore encouraged to train and develop their staff in order to enhance their performance.  However, these literatures were conducted inside and outside Tanzania, and were based on explanation to impact of training and development to s private and public organizations performance. for instance some of the researches that were conducted include Habibu (2015), Ngala, (2010) and Atsenga (2012),  

The concept of contributions of human resources training to academic performance in public secondary schools not adequately shown .This is why this study wanted to fill these missing information’s by assessing contribution of human resources training towards academic performance in public secondary schools.
2.6 Conceptual Framework







Figure 2.1: Conceptual Framework
Source: Author’s construction, 2017

2.7 Theoretical Framework
 This part intend to identify and describe the characteristics of the variables considered in the conceptual framework presented in Figure 2.1

2.7.1 Research Variables
According to Adam and Kamuzora (2008), research variable is a factor or characteristic of interest that a researcher would like to handle, observe, investigate or manipulate in the research process so as to establish relationships between variables .However for the purpose of this study variables will be grouped into three types of variables which are; independent variables, dependent variable and intermediate variable.
2.7.2 Independent Variables
According to Orodho and Kombo (2002) independent variables are variables that are manipulated or treated in a study in order to see what effect differences in them have on those variables proposed as being dependent on them that is dependent variables.
For the purpose of this study independent variables will be teachers training that include pre-service training and in-service training, therefore teacher is expected to continually engage in the programme so as to be able to cope with educational changes, and students learning which means that after the teacher has undergone the training and acquired the specific subject content and its methodology thus expects to see the increase in students ’ academic  performance as a result of the teacher’s training. 

2.7.3 Intermediate Variable
Kumar (2007) defines moderating/ intermediate variables as variables that affect the relationship between the independent variables and dependent variables by modifying the effect of the intervening variable(s) also moderating variable/ intermediate are measurable and taken into consideration. In this study the mostly moderating variables teaching and learning process, thus
This indicates that, teacher training and experience once exposed to the teaching and learning process influences students academic performance.

2.7.4 Dependent Variable
Khan (2000) points out those dependent variables are those variables in which changes are the results of the level or amount of the independent variables. In this study dependent variable will be student’s academic performance which is produced as a result of acquiring skills, knowledge and attitude from teaching and learning process done by the teacher, When training provided to teachers will lead to improve their effectiveness and efficiency in the classrooms. Also such improvement, will lead to improved students academic performance by the quality of grades at CSEE.

2.8 Chapter Summary










This chapter presents procedures, and methodological aspects that will be employed for data collection from the field on the study about contribution of human resource training to teachers towards student’s academic performance. The chapter presents research strategies, the area of study, target population; sample size and sampling techniques, and instruments for data collection. Lastly the chapter details on data analysis procedures and issues of ethical consideration.

3.2 Research Design
Research design is the plan, structure and strategy of investigation conceived so as to obtain answers to research questions and to control variance (Prabhat et al., 2015). The researcher preferred this type of a case study because public secondary schools integrate both assessment practices and tools as institution and provide assessment course to students. Students in these schools are awarded certificates to go advanced studies and if one fails the examinations then he/she losses the further studies. Therefore, it was expected that from the particular case study detailed information about contribution of human resource training towards student’s academic performance will be gathered. 

3.2.1 Target Population
Population or universe means, the entire mass of observations, which is the parent group from which a sample is to be formed (Prabhat et al., 2015).  The study population for this study will be teachers, head of schools, school board chair person. Ward education coordinator, District secondary education coordinator and District school, inspector in Bunda districts. Mugenda and Mugenda (2010) explain that the target population should have some observable characteristics, to which the researcher intends to generalize the results of the study. 

Therefore study was employed 10 teachers from each of the 8 public secondary schools that made a total of 80 teachers, 8 heads of schools from respected selective schools, 8 school board chair person, 8 Ward education coordinator, 1 District secondary education coordinator and 1 District school, inspector. Therefore, total respondents in this study will be 106. This sample size selected with the assumption that it would provide good representation of the population because this study would not be able to access every member of the population in the study areas.

Teachers are more involve in this study because they are the main target of the study as we would like to see how they will use human resources  training  gaining to improve academic performance, basing on the fact that they are the ones who facilitate students’ academic performance development through their participation in human resources training development Moreover head of schools were involved as administrators and supervisors of educational matters in their schools while ward education coordinators were involved in this study just because they are the people who coordinate and supervise the education process in their ward. District educational officer will involved just because she/he is the one who coordinates, supervises, plans and controls the schools in her/his district.
3.2.2 Study Area
This study was conducted in Bunda District, Mara region, in selected eight (8) public secondary schools namely Bunda secondary school, Nyiendo secondary school, Rubana secondary school, Kunzugu secondary school, Dr Nchimbi secondary school, Kabasa secondary school, Wariku secondary school and Guta secondary school. The area purposefully selected on the criteria that the CSEE performance in public secondary schools in Bunda District for the past five years has been very poor in public secondary schools. There is a big contrast between public and private secondary schools as indicated by their performance. It is this reason that we aimed to investigate if the human resource training can be used to improve the academic performance in such public schools.

3.3 Sampling Design and Procedure
3.3.1 Sample of the Study
According to Prabhat et al., (2015), sampling, it is the process of selecting a sample from the population. For this purpose, the population is divided into a number of parts called sampling unit. Therefore the sample size for this study was comprise 10 teachers from each of the 8 public secondary schools that made a total of 80 teachers, 8 heads of schools from respected selective schools, 8 school board chair person, 8 Ward education coordinator, 1 District secondary education coordinator and 1 District school, inspector ( see Table 3.1).

A sampling procedure refers to the process of selecting a number of individuals or objects from a population such that the selected group contains elements that are representative of the characteristics found in the entire group (Kothari, 2009). In this study two sampling procedure was employed namely purposively sampling technique and random sampling techniques.





School board chair person		8
Ward education coordinator		8






Purposive sampling differs from stratified random sampling in that the actual selection of the units to be included in the sample in each group is done purposively rather than by random method (Prabhat et al., 2015).  In this study  purposive sampling technique was used to select 8 heads of schools from respected selective schools, 8 school board chair person, 8 Ward education coordinator, 1 District secondary education coordinator and 1 District school, inspector ( see Table 3.1).. The respondents was selected because of the managerial positions and that they would provide relevant information on the contribution of human resource training towards in improving academic performance of public secondary schools in study area.

Random sampling techniques it is one in which each element of the population has an equal and independent chance of being included in the sample i.e. a sample selected by randomization method is known as simple random sample and this technique is simple randomizing (Prabhat et al., 2015). In this study random sampling techniques was used to select 80 teachers’ respondents from 8 selected public secondary schools. Specifically, 10 teachers were randomly selected from each school basing on their willingness to participate in the study, randomly from their teaching classes, experience and their education level.

3.4 Variable and Measurement Procedures
In line with specific objectives Table 3.2 shows the variables and measurement procedure in terms of kind of variables to be used in study, data collection methods and data sources

Specific objectives	Variables	Data collection method	Sources
Types of human resources training	Type of pre-service training that teachers gainedTypes of in-service training that teachers gaining	InterviewsDocumentary reviews	Teachers interviewsKey informants interviewsLiterature reviews
Effects of training to academic performance	Effect of training on teachers’ effectivenessRelationship between human resources training to academic performance	InterviewsFocus group discussion	Teachers interviews
Challenges facing teachers in receiving human resources training	Lack of financial supportLack of information on inset courses and programs. Lack of time due to personal commitment. Poor organization of the training programs. Lack of qualified trainer person/ facilitators	InterviewDocumentary reviewsFocus group discussion	Teachers interviewsLiterature reviwesKey informants interviews
Table 3.2: Variable and Measurement Procedure
Source: Research Data, 2018
3.5 Methods of Data Collection
A method of data collection refers to the procedure which the researcher uses to obtain research data from the research participants (Kothari, 2009). The choice of the techniques used in this study was dictated by the tasks and key questions for which data and answers are gathered by a particular instrument. This study employed both qualitative and quantitative data collection techniques. In this study the following data collection techniques were used to both primary and secondary data were collected.

3.5.1 Primary Data Collection 
Primary sources availed qualitative and quantitative information collected in raw form after direct contact with the ground.  Primary data will be collected through questionnaires, interviews, observations and focus group discussions (Kothari, 2009). 

3.5.2 Secondary Data Collection
All the information that will be retrieved from already existing literature or sources for the purpose of this study will be treated as secondary data. Existing reports, census data, reports, archival records, journal, periodicals, and data from relevant academic sources based on the study topic will be used (Kothari, 2009).

3.6 Data Collection Instruments
Research instruments are the tools used to collect data from the field (Kothari, 2004). This study employed three methods of data collection namely, questionnaires, interview guides and documentary review.
3.6.1 Questionnaire
A questionnaire is a systematic compilation of questions that are submitted to a sampling of population from which information is desired (Prabhat et al., 2015). This is the one of the method of data collection in which some questions printed or typed in a definite order on a form or set of forms. The researcher used both close and open-ended questions. The researcher decided to use this method to allow respondents to be free in giving their views and also it gives adequate time to the respondents that led to getting clear answers since they have time to respond to consult some records for more clarification. The instruments will be used to collect data from teachers, head of school and other relevant key informants.

3.6.1 Interview Guide
An interview is a data collection technique that involves data collection through direct verbal interaction between the interviewer and interviewees. It is an interchange of views between two or more people on a topic of mutual interest (Kahn, 2011). In this study interview was used to gather information from respondents with respects to all three specific objectives.

3.7 Validity and Reliability 
3.7.1 Validity of data 
According to Jackson (2010) validity is the degree to which a test measures, what is purports to measure. The content validity of the instrument will be ascertained in by discussing the relationship with the university supervisors. Their corrections were incorporated. The instruments further piloted in eight (8) sampled public secondary schools. Items found to be ambiguous or not necessary was discarded and others were restructured to gather the right information as per the study objectives.

3.7.2 Reliability of Data 
Reliability is a measure of the degree to which a research instrument yields consistent results after repeated trials (Mugenda 2008). The researcher will use the test-re-rest method in which the same test will be given to the same people after a period of time. The reliability of the test was estimated by examining the consistency of the response between the two tests. Reliability was measured using the Pearson moment correlation of coefficient. According to Mugenda (2008) reliability ranges between a value of 0.827 and 0.87 meant that the instrument was reliable for use in the study.

3.8. Data Processing
Kothari (2009) defines data analysis as a process that implies editing, coding, classifying and tabulation of collected data. In this study data was examined to detect errors and omission and unreliable information was corrected and edited to ensure that the data are accurate. Field data editing was done daily by passing through every questionnaire to write better and legible responses, coding was followed after data editing where numerals was assigned to items of questionnaire so that responses can be put into the computer. Data was consistent uniformly entered using IBM SPSS version 20. Computer software and well arranged to facilitate analysis.

3.8.1 Data Analysis
Data analysis refers to the computation of certain measures along with searching for patterns of relationship that exist among data groups (Kothari, 2009).  Also Rwegoshora (2006) provides a clear definition for the data analysis as an ordering of data into constituent parts in order to obtain answers to research questions. Statistical Package for Social Science (SPSS) version 20 for windows is a comprehensive and flexible statistical analysis and data management system.

Data was analyzed using both quantitative and qualitative methods. Quantitative data were analyzed using the Statistical Package for Social Sciences (SPSS) software and involved preparation of the variables so as to suit the research questions and the method of analysis used and reported data from responses. Data for Objectives 1 and 3 will be analyzed using descriptive statistics where frequencies, percentages, mean and standard deviation was employed. For objective number two (determining the effect of human resource training on the academic performance), Pearson correlation coefficient(r) was employed to establish the relationship between human resource training to teachers and academic performance. Also likert scale with five points was used to determine the teachers perceptions on the training provided towards students academic performance.

3.8.2 Data Presentation
The analyzed data were presented in the form of charts, figure, tables, maps and text. Reporting system which was used to present discussion of the findings, summary, recommendation and conclusions.

3.9 Ethical Consideration
Kumar (2010) argue that ethical considerations such as confidentiality, anonymity and avoidance of deception are very important issues in social research. For the purpose of this study, permission was first sought from relevant authorities and a letter granted to allow the researcher to carry out the research. Furthermore, the researcher explained the purpose of the study to the respondents and assured them of confidentiality of their responses and identities. Saunders (2011), defines research ethics as the appropriateness of the researcher’s behavior in relation to the rights of those who become the subject of the research project, or who are affected by it. The researcher adhered to appropriate behavior in relation to the right of teachers and key informants who were the respondents.

3.10 Chapter Summary












4.0 DATA PRESENTATION, ANALYSIS AND DISCUSSION
4.1 Overview 
This chapter dealt extensively with the analysis and interpretation of the study information gathered from the field. The data collected were represented in form of tabulations, and percentages. The researcher used questionnaire, interview and documentary review in gathering information which was divided into teachers, head of schools, ward education officers, School board chair person, District secondary education coordinator and District school inspector . The main objective of the study was to assess the contributions of human resources training to academic performance in public secondary school. In this chapter, data is presented and analyzed under three specific objectives namely. 
i.	Types of human resource training provided to teachers 
ii.	Influence of human resource training on the academic performance 
iii.	Challenges facing teachers in receiving human resources training

4.2 	Respondents Personal Information
This section presented respondents’ personal information which includes sex, age, highest education level and duration of teaching.

4.2.1 Gender of Respondents
Gender was sought and it presented in such a way that males were majority and females were fewer. From Table 4.1, 55(68.8%) of the respondents were male and 25(31.2%) were female. This indicated that in both schools the number of male teachers were high than female teachers. The implication of the above findings is that the sample of this study in Bunda District involved more male than female.






Source: Field Data (2017)

4.2.2 Age of the Respondents
The study further considered age information of respondents with a purpose of capturing views of different age groups as regards the variables under study. Regarding age distribution of the respondents differing age groups were considered as follows in Table 4.2.









Source: Field Data (2017

From Table 4.2, 62(77.5%) were between 25-34 years, 14(17.5 %) between 35-44 years, 2(2.5%) between 55-64 years and 1(1.3%) of the total respondents were below 25 years. This indicates that in both sampled schools is majorly dominated by young teachers.
4.2.3 Highest Education Qualification of the Respondents
It was also necessary for the study to determine the highest educational qualification of the respondents as that could determine what kind of training may be most appropriate. Table 4.3 presents the data of educational background of respondents.







Source: Field Data (2017)

From Table 4.3, 56(70.0%) were degree holders, 21(26.3 %) holding Diploma and 3(3.7%) of the total respondents were Master degree holders, This shows that, in both sampled schools teachers are qualified and competent to execute their duties and they can easily grasp training skills once trained. This implies that different levels of training which is planned and systematic may be required to improve their quality resulted to improve students’ academic performance.

4.2.4 Duration of Teaching of Respondents
The study also sought to find out the duration of teaching of the respondents have rendered to the schools to enable us put their responses into proper perspective. The Table 4.4 represents the working experience as indicated by the respondents. As shown in Table 4.4, majority of the teachers 77(96.3%) had been teaching for 1-10 years while only 3(3.7%) had been teaching for 11- 20 years. This shows that majority of the teachers had enough experience in teaching and school management to give credible information with regard to the effect of human resource training  on students academic performance. Moreover, the sampled school has a blend of experienced and young professionals who require constant refresher training and development to update their skills and perform on the job as well as to contribute on students’ academic performance.

Table 4.4: Duration of Teaching of Respondents 




Source: Field Data (2017)

4.3 Types of Human Resource Training Provided to Teachers 
This was the first specific objective in this study whereas researcher posed different questions so as to find out the types of human resources training provided to teachers. In order to get relevant and valid information respondents were required to show if they have aware of human resources training, participation of human resources training,  frequency of receiving in service training, types of in-service human resources training and if they need more human resources training.

4.3.1 Respondents’ Awareness of the Human Resources Training 
Human resources training including in-service training are very crucial to any public sector organization in order to improve the performance and competence of its employees. The researcher needed to understand from the respondents if they are aware of the human resources training. The respondents were asked if they are aware of the human resources training in both sampled public secondary school as shown in table 4.5.






Source: Field Data (2017)

Findings from Table 4.5 above indicated that, 79(98.8%) replied yes, they are aware of the training activities and 1(1.2%) replied no, they are not aware. The findings imply that most secondary school teachers are aware of human resources training. This reveals that human resources training and development activities are well publicized. This is a necessary primary factor to students’ academic performance.

4.3.2 Respondents Participation in Human Resources Training  TC "4.3.6 Participation in training in the 2nd VPO" \f C \l "1" 
The importance of human resource training to academic performance is well known. The respondents were asked if they had participated in any training since they have been working in their school. The data revealed that the majority of the sample group has not attended training. That is; 49(61.2%) have not participate in training, and 31(38.8%) have participated in any type of training since they were employed in the schools.  Table 4.6 presents the results.






Source: Field Data (2017)
Furthermore, Table 4.7 indicated that out of 34 respondents, who have participated in the human resources training and development program, 16(20.0%) have participated once, 10(12.5%) have participated twice, and 8(10.0%) have participated more than two times. On other hand majority 46(57.5%) of respondents had never participated any type of human resources training even though they have been working for more than four years. The findings indicated that human resources  training in the in the sampled public secondary school in the study area is practiced to few number of teachers, hence less benefited on the impact of training in terms of improving academic performance. 





More than two times	8	10.0
Never	46	57.5
Total	80	100.0
Source: Field Data (2017)

4.3.3 Types of in- Service Trainings that Respondents Participated
The study also sought to establish types of in service training those teachers were participated. From the findings in Table 4.8 below shows that majority 65(85.0%) of respondents participated in seminars and education conferences, 53(66.3%) participated in workshops, 37(46.3%) participated in meeting and only 29(36.3%) participated in refresher courses. On the other hand some types of in-service education programmes such as coaching, mentoring, peer observation, which could help teachers to improve on their practices and raise students’ academic performance they were not strengthened and emphasized in secondary schools.
Table 4.8: Types of In-Service Training Respondents Participated (N=80)
Types of training	Frequency	Percentages
Refresher courses 	29	36.3
Seminars and education conferences	68	85.0
Workshops	53	66.3
Meetings	37	46.3
Total number exceeds 100% was due to multiple response answer
Source: Field Data (2017)

The study findings concurred with observation of Habibu (2015) in his study asserted that the aim of in-service teacher training is to improve the quality of teaching among teachers, as well as acclimatizing new teachers so that they can carry out effective teaching and learning. Without this training, teachers will be outdated, are unlikely to cope well with changes and lose their ability to work effectively and efficiently. Most of the time, in-service training is offered through short courses, seminars, workshops, meetings and other special training. The training is offered by the government and other education stakeholders within or outside the country.

4.3.4 Teachers Need for Further Training
Respondents were asked if they need further in-service human resources training and professional development program. Findings from Table 4.9  below indicates that 76(95%) of teachers who responded agreed that there is a great need of being trained at work place to update their skills and upgrade the academic qualifications; 4(5.0%) disagreed that there is no need to be trained at work place or attend in-service education programmes for teachers. In the line with the teachers’ responses, the overwhelming majority of teachers had a will to continuously attend in-service education programmes which could be advantageous to the school management, district and the Ministry of Education for organising in-service education programmes for public secondary school teachers in order to boost academic performance.






Source: Field Data (2017)

Furthermore, the study sought to find out from the teachers who had participated in in-service courses and training and those who most wanting further training  what part of the training programs they found most wanting. Results in Table 4.10 shows that Majority 35(43.8%) of respondents mentioned they want training on subject matter, 30(37.4%) indicated that they want training on quality of facilitators while 15(18.8%) reported that they want training on organization.







Source: Field Data (2017)

The study findings supported by Karabenick and Conley (2011) argued that unlike current findings, teachers wanted to participate in human resources training so as to improve their subject-matter knowledge in order to improve academic performance of their school.

4.4 Effect of Human Resource Training to Academic Performance
This was a second objective of this study .In this area of investigation, the researcher wanted to know effects of human resources training to academic performance. To achieve this objective researcher formulates three variables, these variables were effect of training on teachers’ effectiveness and relationship between human resources training to academic performance.

4.4.1 Effect of Human Resources Training on Teachers’ Effectiveness
Responses ranged from 1= Not at all, 2=low extent, 3=moderate extent, 4=great extent and 5= Very great extent which were rated 1 to 5. Also mean score and standard deviation were used to summarize the results. Table 4.11 shows the results on the effect of human resources training on teacher’s effectiveness.

Table 4.11: Effect of Human Resources Training on Teachers’ Effectiveness as Reflected in Academic Performance
Aspects	Mean score	Std Dev	Remarks
School management 		3.6217	0.90118	Great extent
Instructional leadership 	3.6327	1.14323	Great extent
Teaching methods 	4.6953	1.07962	Very great extent
Evaluation techniques 	3.6327	1.14323	Great extent
Teaching as a profession 	4.7959	1.95204	Very great extent
Mastery of subject matter 	4.7859	1.11188	Great extent
Guidance and counseling 	3.6531	1.12242	Great extent
Source: Field data (2017)

The study further inquired on the extent to which various areas of teacher training enhance the teachers’ effectiveness as reflected in students’ academic performance. According to the responses given, majority of the teachers reported that teaching as a profession, mastery of subject matter and teaching methods were the most significant areas of teacher training that enhance the teacher’s effectiveness as reflected students academic performance as shown by mean scores of 4.7959, 4.7859 and 4.6953 respectively. They further indicated that training in evaluation techniques, guidance and counseling, instructional leadership and school management were important areas of teacher training that enhance the teachers’ effectiveness as reflected in students’ academic performance as shown by mean scores of 3.6327, 3.6531, 3.6327 and 3.6217 respectively.  

Therefore the study findings revealed  that taking teaching as a profession, mastery of subject matter and teaching methods are key aspects of any teacher development programmes that impacts the most towards enhancing teachers effectiveness. The research findings are in line with Clotfelter (2014) that human resources training to staff which aim at bolstering instructional leadership prowess and human resource management of teachers therefore impact on teachers effectiveness resulted to boost students’ academic performance.

4.4.2 Relationship between Human Resources Training to Academic Performance
The Pearson correlation coefficient (r) was employed to establish the relationship between human resources training and academic performance in public secondary school. Findings are indicated in the Table 4.12 Table 4.11 portrays that there is a strong positive relationship between human resources training to academic performance. This is evident by Pearson’s correlation coefficient r =0.562 which is significant at the P-value ≤ 0.05. This implies that the more employers commits towards human resources training to teachers, the higher academic performance to public secondary school.

Table 4.12: Relationship between Human Resource Training and Academic Performance







Correlation is significant at P-value ≤ 0.05 level (2-tailed).
Source: Statistical package for social sciences (SPSS) output.

A study findings concurred with Nakpodia (2010), the result of the findings revealed that human resources undergo different forms of in -service training. The result also revealed that there is a significance difference between the performances of human resources in relation to students’ academic performance. It was therefore concluded that school personnel should undergo training and attend regular workshops and seminars

4.5 Challenges Facing Teachers in Receiving Human Resources Training
The item sought to find out the challenges facing teachers in receiving human resources training. The respondents were asked to rank and enumerate the factors that hindered their participation in in-service education and training programmes. The respondents were expected to rank the factors according to the ones that hindered their participation most to the ones that hindered their participation least. The results are presented in Table 4.13.

Table 4.13: Challenges Facing Teachers in Receiving Human Resources Training (N=80)
Challenges	Frequency	Percentage
Lack of financial support	72	90.0
Lack of information on inset courses and programs	78	97.5
Lack of time due to personal commitment 	51	63.8
Poor organization of the training programs	65	81.3
Lack of qualified trainer person/ facilitators	56	70.0
Total number exceeds 100% was due to multiple response answer
Source: Field Data (2017)

There are a number of challenges facing by teachers in receiving human resources training in the sampled public secondary schools consequently, to poor academic performance. However, the five challenges that were highlighted by a number of respondents as presented in Table 4.12 above, which are lack of financial support 72(90.0%), 78(97.5%) lack of information on inset courses and programs, 51(63.8%) lack of time due to personal commitment, poor organization of the training programs 65(81.3%) and lack of qualified trainer person/ facilitators 56(70.0%).

4.5.1 Lack of Financial Support
About 72(90.0%) of respondents were mentioned that lack of financial support is a major challenge facing teachers to participate in in-service human resource training as observed by Habibu (2015) that  the first challenge facing teacher professional development programme in Sudan is lack of financial resources, one of the biggest challenges that face teacher professional development is the lack of sufficient budget; the amount of money allotted to teachers training is insufficient, especially when the states ministries are responsible for training their teachers, in terms of financial issues and all other things. Some states or actually most of the states are poor; therefore their ministries of education have no good financial resources for teachers training.

4.5.2 Lack of Information on Inset Courses and Programs
Out of 78(97.5%) of respondents pointed that lack of information of inset courses and programs is a challenges facing teachers in receiving human resources training as observed by Fredriksson (2015) that location of in-service training centers. Nearly all teachers’ in-services training centers are positioned in the urban areas. This makes the majority of teachers dwelling in rural areas find difficult to attend the training as as lack of information of in-service training as a result they constantly become less updated with new concepts, innovations and paradigms currently used in education cycle to improve education quality.

4.5.3 Lack of Time due to Personal Commitment
Out of 51(63.8%) of respondents cited that lack of time due to personal commitment is a major challenge facing teachers receiving human resource training as observed by Fredriksson (2015) that according to modern trends in teacher professional development, the ideal situation for teacher professional development is to be organized within workload time, not in teacher free time, . In addition, no rewards or encouragement of any kind given to teachers when they finish the training session, and this makes the teachers unwilling to attend these courses.
4.5.4 Poor Organization of the Training Programs
Out of 65(81.3%) of respondents reported that poor organization of the training programme is a major challenge facing teachers receiving human resource training as observed by Studies by Swilla, (2011) on Gender inequalities in the teaching staff of boys and Girls in Tanzania showed that some teachers dismiss staff development programs as being of no benefit. He recommended that before introducing any staff development programme in schools, a study on the staff development needs has to be carried out first. This can make teachers appreciate the programmes and result into cost effectiveness. Other possible constraints include lack of interest in staff development programs in some teachers, lack of time due to personal commitments, lack of knowledge on the existence of some programmes due to poor communication between organizers and the teachers, and even poor organization of staff development programmes.

4.5.5 Lack of Qualified Trainer Person




5.0 CONCLUSIONS AND RECOMMENDAT
5.1  	Introduction 
Chapter five summarizes the research findings and provides the conclusion and recommendations on the contribution of contributions of human resources training to academic performance in public secondary school The summary focuses on the findings in relation to the objectives of the study it intends to achieve. The summary is followed by the conclusion, which is also based on the findings of the study and finally the recommendations.

5.2 Summary of the Findings
5.2.1 Findings on the Types of Human Resource Training Provided to Teachers
The study found that that majority of respondents participated in seminars and education conferences, participated in workshops, participated in meeting and only participated in refresher courses. Also the study found that responded agreed that there is a great need of being trained at work place to update their skills and upgrade the academic qualifications. Furthermore the study found that high proportional of respondents mentioned they want training on subject matter, training on quality of facilitators and training on organization.

5.2.2 Findings on the Effects of Human Resources Training to Academic Performance
The study found that that majority of the teachers reported that teaching as a profession, mastery of subject matter and teaching methods were the most significant areas of teacher training that enhance the teacher’s effectiveness as reflected students academic performance as shown by mean scores of 4.7959, 4.7859 and 4.6953 respectively. Also they further indicated that training in evaluation techniques, guidance and counseling, instructional leadership and school management were important areas of teacher training that enhance the teachers’ effectiveness as reflected in students’ academic performance as shown by mean scores of 3.6327, 3.6531, 3.6327 and 3.6217 respectively. Furthermore,  the study found that that there is a strong positive relationship between human resources training to academic performance. This is evident by Pearson’s correlation coefficient r =0.562 which is significant at the P-value ≤ 0.0 5

5.2.3 Findings on the Challenges Facing Teachers in Receiving Human Resources Training 
The study found that lack of financial support ,lack of information on inset courses and programs, lack of time due to personal commitment, poor organization of the training programs and lack of qualified trainer person/ facilitators were a major challenges that facing teachers in receiving human resources training.

5.3 Conclusion
Based on the research findings, it was concluded that:
Firstly, Teachers participated in different in-service human resource training such as seminars and education conferences workshops, meeting and refresher courses. However,  some types of in-service education programmes such as coaching, mentoring, peer observation, which could help teachers to improve on their practices and raise students’ academic performance they were not strengthened and emphasized in public secondary schools. Secondly, there was a relationship between human resource training and academic performance whereby in, teachers attended in-service training and developed their teaching profession contributing to an improvement in school academic performance. Lastly, there were different challenges that hinder teachers in receiving human resource training such as lack of financial support, lack of information on inset courses and programs, lack of time due to personal commitment, poor organization of the training programs and lack of qualified trainer person/ facilitators.

5.4 Recommendations
Based on the research findings the following recommendations are made. 
Firstly, the Ministry of Education and Vocational training and district administration should encourage less expensive forms of in-service education like peer observation among teachers, demonstration, coaching and mentoring which are ignored by some schools, this will help in improvement of academic performance.
Secondly, the central government and local government authorities should take deliberate efforts to formulate a clear policy to guide, regulate and implement human resources training by secondary schools teachers
Lastly, Ministry of education and Vocational training collaborated with local government authorities should provide enough funds for conducting workshops, seminars, and other short courses that offer structured opportunities for the teachers to acquire knowledge and skills. Teachers should be encouraged to take part in these as they will make a difference in their knowledge and skills

5.5 Recommendations for Further Research
i.	Similar study should be done in other districts in Tanzania for comparison purposes and to allow for generalization of findings on the contribution of human resources training to academic performance in public secondary schools.
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APPENDIX 1: QUESTIONNAIRE FOR TEACHERS
Introductions
This interview intends to inquire about relevant primary/ empirical data for the accomplishment of an academic exercise on the topic “Human resources training contribute to academic perforce in public secondary school: A Case of Bunda District”. This is to enable the researcher to learn and complete his Master degree studies in Human Resources Management in Open University Tanzania. Your support and cooperation is very much anticipated since data collected will be treated with high level of confidentiality.
Questionnaire Number 	        Date 	Name of the school
		

SECTION A: GENERAL INFORMATION OF TEACHERS





2. Age of respondent







3. Academic qualification of respondent






4. How long have you been an employee of this school?





SECTION B: TYPES OF HUMAN RESOURCES TRAINING 








7. If yes, in “6” above how many times you have attended training?
Frequency of training	Mark ( √)
Once 						
Twice 		
More than two times	
Never 		

8. What types of pre- service and in- service training do you receive? (Note: You can pick more than two answers)
Types of pre- service training	Mark ( Ѵ)	Types of in – service training 	Mark ( √)
Certificate teachers training 		Refresher courses 	
Diploma teachers training		Seminars and education conferences	
First degree teachers training		Workshops	
Never 			Meetings	





10. If Yes in “9” above what kind of training programs most you wanting?
Part of Program Wanting 	Mark ( √)
Organization 	





SECTION C:  EFFECTS OF TRAINING TO ACADEMIC PERFORMANCE






Teaching as a profession 					
Mastery of subject matter 					
Guidance and counseling 					

12. How do you perceive of the following in –service training do you receive 
Types of in – service training	Very effective	Somehow effective	Not effective
Refresher courses 			




13. What is your level of agreement with the following statements that relate to teachers training? Use a scale of 1-5 where 1= strongly disagree, 2-disagree, 3-moderately agree, 4-agree and 5= Strongly agree 
Statement 	1	2	3	4
There any  exists a positive correlation between staff development and pupil academic performance  in CSE National examinations 				
Seeking more knowledge on teaching as a profession motivates teachers into taking their roles seriously. 				

SECTION D:  CHALLENGES FACING TEACHERS IN DELIVERING HUMAN RESOURCES TRAINING




15. If Yes in 14 above what kind of the following challenges do you face.? (Note: You can pick more than two answers)
Challenges	Mark (√)
Lack of financial support	
Lack of information on inset courses and programs	
Lack of time due to personal commitment 	
Poor organization of the training programs	
Lack of qualified trainer person/ facilitators	
Others specify	

THANKS FOR YOUR COOPERATION!!!!
APPENDIX 2: INTERVIEW GUIDE FOR HEAD TEACHERS
1.	How many teachers in your school?
1.	How often have you ever attended human resources training programmes?
1.	What programmes did they attend?
1.	Did these programmes help you to improve your performance especially in raising students’ academic performances? (If yes, how?)
1.	Do also your fellow teachers have access to these trainings? (How often? Give statistical data if possible please.) 
1.	Do you see trained teachers perform better at work particularly in improving students’ academic performances than untrained ones? (How? Give statistical evidences if possible.)
1.	What strengths and weaknesses do you see in providing human resources trainings to teachers and HOS especially in improving students’ academic performances?   
1.	What suggestions would you give concerning the provision of human resources training to teachers and HOS especially in improving students’ academic performances? (If they are any)  







APPENDIX 3: INTERVIEW GUIDE FOR SCHOOL BOARDS CHAIRPERSONS
1.	In which secondary school do you come from?
1.	For how long have you been in your school community?
1.	Do your head school and teachers attend human resources training programmes?
1.	How often have they been attending? 
1.	Have these training programmes to teachers and HOS been helpful in improving academic performance of your students? (If yes, how?)














APPENDIX 4: CHECKLIST FOR DOCUMENTARY REVIEW
1.	Academic performance for past five years 
2.	Contribution of human resource training of teachers towards student’s academic performance.





















APPENDIX 5: INTERVIEW GUIDE FOR DSEO
1.	How many secondary schools do you have in your district?
1.	Is there any training program to teachers and heads of schools provided in your district?
1.	What are these programmes?
1.	What are circulars that guide the provision of these programmes in your district? 
1.	Do you see these training programmes to teachers and HOS helpful in improving students’ academic performances? (If yes How? Give statistical evidence if possible.)
1.	Do you see trained teachers and HOS perform better at work particularly in improving students academic performances than untrained ones? (How? Give statistical evidence if possible.)
1.	What strengths and weaknesses do you see in providing human resources trainings to teachers and HOS especially in improving students’ academic performances?   
1.	What suggestions would you give concerning the provision of human resources training to teachers and HOS especially in improving students’ academic performances? (If they are any)  





APPENDIX 6: INTERIVIEW GUIDES TO WEC
1.	Is there any training program to teachers and heads of schools provided in your ward?
1.	What are these programmes?
1.	What are circulars that guide the provision of these programmes in your ward?
1.	Do you see these training programmes to teachers and HOS helpful in improving students’ academic performances? (If yes How? Give statistical evidence if possible.)
1.	Do you see trained teachers and HOS perform better at work particularly in improving students academic performances than untrained ones? (How? Give statistical evidence if possible.)
1.	What strengths and weaknesses do you see in providing human resources trainings to teachers and HOS especially in improving students’ academic performances?   
1.	What suggestions would you give concerning the provision of human resources training to teachers and HOS especially in improving students’ academic performances? (If they are any)  
















Teaching and learning process

Improved students academic performance







